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ABSTRACT 

O'Rourke, Vincent ?• k.S. in Industrial Engineering, Purdue 
University, June 19b5. Per sonnel P rac. tices and the Conce pts of 
Prof essional E mployees . ajor irofessor: P. E. Talyeat. 

Non-supervisory professional employees have recently expressed 
considerable discontent with existing management practices. In 
addition, it is declared that a manpower shortage of such personnel 
exists now, and will increase in the next decade. 

One remedy for scarcity is more efficient use, and it is recog- 
nized that human efficiency is seriously affected by the individual f s 
attitude toward his work situation. 

It was felt that the attitudes of non-supervisory prof essionals 
have been virtually ignored, and this study hoped to determine manage- 
ment’s specific per sonnel-practices toward these professionals, the 
reaction of the professionals toward these practices and related 
working conditions, and any effects of unionization of professional s . 

To obtain the necessary data, separate company and employee 
questionnaires v/ere prepared. Thirteen companies agreed to participate 
in the Company Survey while nine of them agreed to participate in the 
Employee Survey as well. 

The Company Survey revealed essentially uniform personnel prac- 
tices toward non-supervisor y professional employees. Almost five 
hundrod pr of essionals participated in the Employee Survey, and their 
responses were analyzed in the li.ht of type of work, years with 
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company, and number of co-v/arkers in the same room. Lack of positive 
identif i cation for a portion of the responses made a uni on -non- uni on 
analysis impractical. These responses indicated considerable dissatis- 
faction with management • s delegation of responsibility and ‘authority , 
indifferent supervisors, lack of training, and poorly designed or 
crowded working areas. I.tany write-in comments voiced strong disapproval 
of management and its policies. 

Though not as extensive as originally planned, the study revealed 
that in the group surveyed, the prof essi onals hold many attitudes which 
can, and should be, altered by management. It is felt that the exis- 
tence of these attitudes represents a loss in pr oductivity • 



1 



INTRODUCTION 
The Area To Be Studied 

The past decade has witnessed considerable unrest among non- 
supervisory professional employees 1 , as v;ell as considerable concern 
over apparent manpower shortages of such personnel now and in the 
immediate future. 

More effective utilization of professionals is offered as one of 

the remedies of such manpower shortages^. One of the recognized means 

of increasing an individual 1 s contribution to a group effort is to 

instill and develop within the individual favorable attitudes toward 

3 

the group--cr company — ar.d toward his roie in that group effort . 

The many attitude surveys conducted with non-crofessional produc- 
tion personnel are testimony to the widespread acceptance of the im- 
portance of wor' er-attitudes . However, relatively little effort has 
been directed toward obtaining the attitudes of non-suporvisory pro- 
fessional employees toward their company’s personnel practices and 

a 

toward their work situations ~ . This prompted the consideration of a 
study of specific personnel practices administered by various companies 
in industry, as v« r ell as a study of the reactions of non-supervisory 
professional employees tov/ard these practices and related facets of 
their jobs. It was also felt that, in viow of the considerable literary 
effort concerning the unionization of professional employees 1 ' , seme 
bonefit might be derived by comparing the personnel practices and pro- 
fessionals 1 attitudes, in the light of whether or not the professional 
employees currently lave an NLRB-certified collective bargaining 
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representative . 

The following objectives of this study were then formulated; 

1. To obtain information on specific personnel-practices toward 
non- supervisory professional employees in. industry, 

2. To obtain the reactions of these employees to such practices 
and related working conditions. 

3. To determine if unionization of professionals influences 
these practices, or the reactions toward them or related work- 
ing conditions. 



Why a_ Questionn aire 

Since the information to be considered was not available for 
study, it was recognized that it would have to be obtained through in- 
terviews or questionnaires. Duo consideration was given to the inher- 
ent advantages of the personal interview. However , it was felt that 
the time consumed by such a technique would so greatly reduce the size 
of the sample that the study would be ineffective. Consequently, the 
distribution of written questionnaires, to be completed and mailed by 
the individuals, in the case of the Employee Survey, and by the par- 
ticipating companies, in the case of the personnel-practice form, was 
selected as the technique for obtaining the desired information. It 
was recognized that any questionnaire using voluntary participation 
would be biased by the lack of response from those companies and those 
individuals that did not wish to participate. However, no reasonable 



solution to this defect could be found. 
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rorulati on To be Solicited 

Since one of the oc J ectives of this study was to de tect any dif- 
ferences in response due to the existence of an NLPB-ccr tif ied collec- 
tive bargaining representative for the professional employees, the 
companies in which it was known that such a representative existed 
served as a base or reference group for the survey. This represented 
a relatively .rail group, and virtually all of these companies wore 
selected. These companies v/ere divined into four categories determined 
by their principal products* tor each category, companies (of compa- 
rable size) in Which the professional employees were not members of a 
certified collective bargaining unit were randomly selected from Poor f s 
Directory of Corporations . The breakdora of product, number of em- 
ployees, and estimated number of non- supervisory professional employees 
for types of companies solicited appears in Table 1. 

In addition, a small number of questionnaires were to be sent 
directly to certain professional -unions, for distribution in areas not 
otherwise covereu by the survey* 
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Table 1 

Population Data 





Type Industry 


Number of 
Companies 
Solicited 


Total 
Number oi 
Employe©! 


(15) 


Aircraft 








Unionized Professionals 


7 


150,000 




Non-Unionized Professionals 


8 


120,000 


(23) 


El e c t r o - 1 ns trumen t 

Unionized Prof essioml s 


12** 


55,000 




Non-Unionized Professionals 


11 


50,000 


0) 


Chemi cal -Uti 1 i ties 

Unionized Professionals 


4 


30,000 




Non-Unionized Professionals 


5 


22,000 


(16) 


Me cliani cal -Miscellaneous 

Unionized Professionals 


7 ♦ *+ 


50,000 




Non-"nionizel Prol essionals 


Q 


60,000 


(63) 


Totals 

Unionized Professionals 


30 


285 ,000 




Non-Unionized Prol essionals 


33 


252,000 




Total 


63 


537 ,000 



♦Uon-Supervisory professional Employees 
♦♦Includes 3 divisions of a large corporation 
♦♦♦includes 1 division of this large corporation 



Estimated 
Number of 
N-SPE* 



14.000 

11.000 



7.000 

6.000 



1,500 

1,000 



2,000 

2,000 



24,500 

20,000 



44,500 
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DESIGN AND EXECUTION OF THE QUESTIONNAIRES 
Design 

It v/as decided to prepare two questionnaires . The first was to 
be completed by participating companies, to obtain information on 
specific personnel-practices tov/ard non-supervisory professional em- 
ployees as well as to obtain descriptive TT vitai statistics/* The 
second questionnaire was tc be an Employee Survey form which would be 
distributor! by the par ticipating companies to their non-supervisory 
professional empl:>yees to record anonymously their reactions to 
specific personnel-practices and related factors in their work situa- 
tions. These employees mailed the forms directly to Purdue University 

The questionnaires wore developed concurrently, giving considera- 
ble attention to those areas in wnich professionals had voiced dis- 
content, noted in the foregoing references, the monthly publications 

of tie Engineers and Scientists of America and the Council of Western 

7 3 

Electric Technical Employees, and related writings'* . 

Recognising truvt the questionnaires could not be tailored for 
each speciiic industry ur professional specialty, some sacrifices were 
made to present the cue , lions in a general enough form to anply to all 
types of participating companies and individuals. 

The final form of the questionnaires represents the product of 
considerable critical appraisal and recommendations by Professor R. 3. 
Balyeat, by the personnel manager and tho head of industrial engineer- 
ing of the local branch of the Aluminum Company of Airier ica, and by Dr. 

A. Hawkins, .ean of the Schools of Engineering of Hurdue University 
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The two questionnaires a; ;.ear in Apnoncux a. 

Distr ibution of Que s ti onna ir e s 

A copy of each questionnaire, and a return postcard for indicating 
the desire to participate or not, were enclosed with a letter, explain- 
ing the purpose and expected value of the study, nailed to the sixty- 
odd selected companies. Upon receipt of the postcard indicating will- 
ingness to participate, a suitable number of Employee Survey forms 
would be forwarded to the company for distribution. 

Although preparing for this method consumed much more time than 
anticipated, it was felt that since the company v. as being supplied with 
the exact questionnaires there would be little likelihood of a company 
agreeing to participate and then reversing its stand when the Employee 
Survey forms arrived. This ’’positive-participation 0 was considered 
desirable. 

Y/hen copies of the Employee Survey were forwarded for distribution, 
the companies were reminded that only a random distribution of the 
questi onnaires to their employees would provide valid results. Though 
more rigid control ovor the distribution was desirable, no means of 
obtaining it were reasonably available. 
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RESULTS AND DISCUSSION 
General Response to the Survey 

Although seemingly adequate precautions wore taken to provide 
for the relatively low percent of participation characteristic of 
questionnaire surveys, even the most conservative predictions of 
individuals experienced in this field did not approach the low 
participation experienced by this survey. As shown in Table 2, 
fifty percent of tie companies solicited did not respond at all, 
even though response was made convenient and simple by an enclosed 
postcard. Approximately twenty-five percent of those responding 
agreed to participate in both phases while an additional thirteen 
percent desired to participate only in the company personnel-practices 
phase of the study. 

This lack of participation placed certain obvious restrictions 
on the analysis and interpretation of the results. 

Anal y sis of Company Personnel-Practices 
General Comments 

The relatively low participa tion considerably diminished the 
planned extensiveness of this phase. Consequently , great caution 
must be exercised in interpreting these data, and in applying them to 
the general population. 

A tabulation, including type of industry, and number of employees, 
of the companies participating in this portion of the study appears in 



Table 3 



8 



Table 2 

Participation Data 



Dumber Number 

Agreeing to Agreeing to 

Type Industry Participate in Participate in 

Both Surveys Company Survey 

Only 



(15) Aircraft 

(7) Unionized Professionals 0 

(8) Non-Unionized Professionals 1 

(23) Electro- Instrument 

(12) Unionized Professionals 2 

(11 ) Non-Unionized Professionals 2 

(9) Chemical Utilities 

(4) Unionized Professi onals 1 

(5) Non-Unionized Professionals 1 

(16) Mechanical Miscellaneous 

(7) Unionized Pro: essionals 0 

(9) Non-Unionized Professionals 0 



2 

1 



0 

1 



0 

0 



0 

0 



63 7 

A Federal Ordnance Plant* * 1 

A State Highway Department** 1 

9 



4 



4 



Number 

Failing 

to 

Answer 



3 

3 



5 

9 



2 

2 



0 

7 



31 



31 



**l!ot originally solicited. 
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COMPANY PERSONNEL PRACTICES 
Participant Statistics 



Company 


Type 

Indus try 


Number of 
Employees 


Number 
of H-SPB' 


1 


Aircraft 


13,000 


1700 


2 


El© ctr o- Ins tr unent 


6,000 


50 


3 


Electro- Ins trument 


115,000 


8000 


4 


Electro- Ins trunent 


15,000 


1900 


5 


Electro- Instrument 


8,000 


350 


6 


Utilities 


1,000 


50 


7 


Utilities 


10,000 


— 


8 


State Highway Department 


ICO 


50 


9 


(Federal) Ordnance Plant 


3,000 


200 


10 


Aircraft 


21,000 


1400 


11 


Aircraft 


26 ,000 


2000 


12 


Aircraft 


15 ,000 


2100 


13 


El ectro-Ins trume nt 


3,300 


200 




* Totals 


237,400 


17900 



♦Non-Supervisor y Professional Employees. 
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To Be Completed By Participating Companies 

NOTE: 1. IF A SPECIFIC QUESTION DOES NOT APPLY TO YOUR SITUATION, OR 
IS INCONVENIENT TO ANSWER, OMIT IT BUT KINDLY COMPLETE THE 
REMAINING QUESTIONS AND RETURN THE FORM. 

2. UNLESS EXPLICITLY STATED OTHERWISE, ALL QUESTIONS CONCERN 
N ON - SUPERVISOR Y PROFESSI ONAL PERS ONNEL ( i . e . e ngine e r s , s c i - 
entists, and others possessing at least a bachelor's degree in a technical 
field). 

1. Approximate total number of employees (all classifications)Dec. 31, 1954 

2. Approximate number of non-supervisory professional employees Dec. 31, 1954 

3. Resignation rate for entire company; 1953: per employees 

1954: " " 



4. Resignation rate for non-supervisory professional employees; 

1953; per employees 

1954: " " 



5. What is the average base starting rate you pay graduates with (technical) 

bachelor's degrees but without compensible experience? (include any Cost of 
Living allowance) per month. 

6. What is the basic work week for non-supervisory professional employees? 

in days in hours 

7. What is your paid -vacation policy for non-supervisory professional employees? 

Years With Company: 0-1 1-2 2-5 5-10 10-15 15 & over 

No. of Weeks : 7 : : : : : 



8. How many paid -holidays do these employees receive each year? days 

9. Do you have a professional development program within your company which 

provides these non-supervisory professional employees with pertinent informa- 
tion concerning technical developments within their specialties? YES w NO 

Comment: 



10. a. Do you participate with a university in a study program which enables these 

employees to obtain advanced degrees? YES NO 

b. If YES, does your company pay or refund any tuition costs? YES NO 

Comment: 

11. What is the approximate number of non-supervisory professional employees who 

report to one supervisor? Minimum Average Maximum 

12. For non-supervisory professional employees to be most efficient, how many, in 

general, should work in the same room? (approximate) optimum number 

' " maximum " 



13. Are daily times when non-supervisory professional employees report at and 

depart from the plant formally recorded? YES NO 

14. a. Are coffee breaks for these employees customary? YES NO 

b. If YES, are they allowed: once/day for 10 minutes unrestricted 

twice /day " 20 " 
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15. Are your non -supervisory professional employees' jobs covered by formal job 

evaluation plans ? YES_^ NO 

16. Are there established max/min salary ranges for each classification? YES_NO 

17. Are reviews of these job evaluations scheduled for at least every: 

6 months 18 months 

12 " when necessary 

18. Are these non -supervisory professional employees covered by a formal indivi- 
dual merit or performance rating system? YES NO 

19. Are reviews of these ratings scheduled for at least every: 

6 months 18 months 

12 " when necessary 

20. How do you think your non -supervisory professional employees feel about your 
job evaluation and merit rating systems? 

very satisfied satisfied dissatisfied 

21. In your company, are most jobs and production workers covered by: 

a. formal job evaluations YES NO 

b. formal merit ratings YES NO 

Comments for 15 thru 21: 



22. How are your exempt non -supervisory professional employees compensated for 

overtime? Financial Basis . 

Time off " . 

Supper Money Only " 

No Compensation " , ... 

Other Means " 

Comment: 



23. Are your exempt non-supervisory professional employees eligible to participate 

in any: a. BONUS PLAN PROFIT SHARING OTHER 

b. Manner of Compensation 

c. Approximate average supplemental income from these plans received 

by these employees in 1954: 

Comment: 

24. Compared with your non -professional employees, how much personal freedom 
on the job do your non-supervisory professional employees enjoy? 

considerably more the same somewhat less 

25. What provisions do you have for sick leave pay for non-supervisory professional 
employees ? 

Tenure 

Length of leave (with pay) 

Rate of pay 

Comment 






f . r . 



1 ' ' ' '| . .....I - 






, ' . ‘ 
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26. a. Are financial incentives provided for developments by these individuals 
which result in the obtaining of patents by the company? YES _ NO. 

b. If YES, type of incentive or compensation 

c. Does the individual retain any patent rights? YES NO_ 

Comment: 



27. a. Are these non-supervisory professional employees eligible for participation 
in a pension plan? YES NO 

b. Do they contribute to this plan? YES NO 

c. Is retirement under this plan a function of: age only 

tenure only 

both age and tenure 

Comment: 



28. Approximat ely what percentage of your "average" non-supervisory professional 

employee's time is spent in non-engineering or semi-technical work? % 

C omme nt : __ 

29. Concerning your non-supervisory professional employees: 

a. Have they ever participated in a NLRB supervised election to designate a 

collective bargaining representative ? NO YES , WHEN 

b. Do they now have an NLRB -certified collective bargaining representative? 

NO YES 

Comment: 

ANY ADDITIONAL COMMENTS: 



MAIL FUTURE CORRESPONDENCE TO: 

COMPANY: 



ADDRESS : 



DUDiptq ‘eiJ&ADp"! 

/4ISA3 A run enp-mj 

II D H ^C[tADO|J SIX 

paApa a a J 0I d 
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The Rr spouses 

Question s 5. and The 1 J54 resignation rates for the partici- 
pating companies are depicted in figure 1. Observing the data as pre- 
sentee, the aircraft industry would ceor; to have a greater resignation 
rate. The participants 1 resignation rate for professional s ranged 
from 0.7 to 10. 0 with a 7.7 Median rate. It is felt that this will 
normally represent a serious loss in prodv clivity. 

Question _5 . The average starting salaries appear in Table 4. 

There is essentially no difference between conpanies with the excep- 
tion cf the lower rate paid by corcar.ies 2 and G. The latter is 
located in a Mountain state, and its salaries (obtained in the ibrnloyee 
Purvey) were also lower than the average. However, the professionals 
were relatively not uisraiis . leu with their pay, indicating a possibly 
lower cost of living in that section of the country. 

Q uest i ons G and 7. The responses were so uniform (5 days, 40 
hours; 2 wrecks' vacation after 1 year than further tabulation would be 
superfluous . 

Question G. The nunber of paid ho'idaye appears in Tabic 4, and 
the variations range from 6 t j 10, although the v majority responded 
either 6, 7, or 8. 

Ques tions and ICh The res; onses concerning professional devel- 
opment and university degree programs appears in Table 4. However, 
since these responses carried various qualifying remarks, it is felt 
that these questions would have hnc to 1 e more explicit, offering highly 
structured alternatives, if direct comparisons were to be made. 

Question 11 . The respens s appear in Table . The number of c — 
ployees reporting to one supervisor varies directly with the size of 
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COMPANY PERSONNEL PRACTICES 



PPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPPP - 19. 0 % 

- 16 . 0 % 

,.ot available 

PPPPPPPPPP - 4 . 3 % 

XXXXXXXXXJQ CXXXXXaX - 8.7/0 



Not available 
Not available 

PPPPPPPPPP _ 4 . y/ a 

yjjjjjjouu'jz' - c . 



Not available 



pppppppppppppppppppppppppppppppppp _ 17 , q % 

XXXXXX/JCmXXXX/LXXJOXXXX - 12 . 0 =% 



Not available 

pppppppppppppppppp _ $ ,\% 

xxmxxjQcxxxxJocmmj'jtxxxxxxx - 15.05S 

FPPPPPPPrPPPPPPPPPP - 9.3^ 

xmxxxxxxxxx.-jocxmxx:ixxxx - 13.5/6 

ppppppppppp _ 5,3jj 

AAtiXmCXM}; - 17 . 3/t 

PPPPPPP - 3 . 1 % 

XXXXXXXaXXXXX - 6 . 6 % 



Non-Supervisor y Professional Employees 
All Employees 



Figure 1. 1954 Resignation Rates 
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Table 4 

COMPANY PERSONNEL PRACTICES 
Responses to Questions 5 and 8 thru 11 



Questions 
9 10 

a b 



hi: 



11 

Ave. 



... ax. 



•f 37 5 . 6 

335. 8 

370. 7 

380. 10 

350. 6 

330. 7 

li o t 
SCO 10 



37 £ . 
381. 
380 . 
375. 



Y Y Y 

Y Y Y 

Y Y Y 

Y - - 

Y Y Y 



8 

8 

6 

6 

7 



1 

1 

2 

4 



available 

Y Y N 2 

Y N - 3 

Y Y Y 6 

Y Y Y 

II Y Y 5 



8 

3 

12 

10 



8 

5 

24 

10 

15 

10 



20 

7 

25 

20 



10 

40 

25 

39 
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the company. 

Quest ion 1L. A spontaneous answer to this question was hopes 
for, but apparently most of the respondents cogitated before replying., 
and as a result, most of the replies stated that it would depend upon 
the nature and location of the work involved. Consequently , no attempt 
will te made to present the qualitative ansverc that were given. 

Question lb. The responses ©..pear in Table t. This question 
revealed that one- third uf the participating companies used some neanc 
to formally record the tine of reporting to and departing fro;,’ work 
of non-supervisor y orofessional employees. The significance of this 
response r^cts wi th 'he argument offered b y many such employees, that 
these tine -accounting techniques reinforce their conviction that 
i.nna<- eiijent docs no J consider them as pro lessional s . 

question 14. The responses appear in Table h. houghly one half 
of ^he companies state that- coffee breaks are not customary for these 
employees, however, a nuncer of these qualified Voir answers, so 
that absolute concli sious caiu.ot be dravn.. 

Questions lb thru el . The responses to tnese questions appear 
in Table t. Obviously there is considerable uniformity in personnel 
practices concerning job evaluation and merit rating systems. Perhaps 
the mos 4 significant fact in this r roup of responses is that seventy 
five percent of the companies zrovided for a review of job evaluations 
only "when necessary.' The ramifications of such a policy arc obvious. 

questions 22 thru b4 . The responses appear in Table 6. Con- 
cerning financial payment for overtime, these plans invariably in- 
cluded a provision for only straight time after the monthly earnings 
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Table 5a 

COMPANY PERSONNEL PRACTICES 
Questions 13 thru 21 
(See Page 14 for Responses) 



13. Are daily times when non-supervisory professional employees report 

at and depart from the plant formally recorded? YES NO 

14. a. Are coffee breaks for these employees customary? YES NO 

b. If YES, are they allowed: once/day for 10 minutes unrestricted 

tvd.ce/ day for 20 minutes 

15. Are your non-supervisory professional employees' jobs covered by 

formal job evaluation plans? YES NO 

16. Are there established max/min salary ranges for each classification? 

YES NO 

17. Are reviews of these job evaluations scheduled for at least every: 

6 months 18 months 

12 months when necessary 

18. Are these non-supervisory professional employees covered by a formal 

individual merit or performance rating system? YES NO 

19. Are reviews of these ratings scheduled for at least every: 

6 months 18 months 

12 months when necessary 

20. Hove do you think your non-supervisory professional employees feel 
about your job evaluation end merit rating systems? 

very satisfied satisfied dissatisfied 

21. In your company, are most jobs and production workers covered by 

a. formal job evaluations YES NO 

b. formal merit ratings YES NO 
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Table 5 

COkrAi.T FI^SOKNEL PEaC TICES 
Responses to Questions 13 thru 21 



Questions 



Company 


13 


14 


15 


16 


17 * 


18 


19* 


20 


21a 


21b 


i 


Y 


1'* 


Y 


Y 


YIN 


Y 


6 


S 


Y 


Y 


2 


Y 


Y 


Y 


Y 


YIN 


Y 


12 


S 


Y 


Y 


3 


N 


K 


Y 


Y 


YIN 


Y 


6 


s 


Y 


Y 


4 


Y 


N 


Y 


N 


- 


Y 


6 


s 


Y 


N 


5 


Y 


Y 


P 


1* 


12 


Y 


12 


D 


Y 


Y 


6 


N 


Y 


N 


Y 


- 


Y 


6 


s 


P 


P 


7 




K o t 


a 


v a i 


lab 


i e 










8 


11 


Y 


Civil 


Service 


Standards 






9 


Y 


II 


Civil 


Service 


Standards 






10 


N 


Y 


Y 


Y 


YIN 


Y 


6 


s 


Y 


Y 


11 


i: 


H 


tr 

i 


Y 


YIN 


Y 


6 


s 


Y 


Y 


12 


ii 


H 


y 


Y 


C 


Y 


6 


s 


Y 


N 


13 


N 


Y 




Y 


_ 


H 


_ 


- 


N 


K 



Y - Yes 
II - No 

p - "Partially" 

* - at least every . .onths 

Vill - "when necessary^ 

VS - very satisfied 
S - satisfied 
D - dissatisfied 
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Table 6 

COMPANY PBRSOHEEL PRACTICES 
Responses to Questions 22 thru 24 



Company 


22 


Questions 

23 




24 


1 


F inane ial 


None 






Considerably more 


2 


Supper Noney * 


None 






The same 


3 


Financial 


Bonus** 






Considerably more 


4 


Financial 


None 






Considerably more 


5 


None 


Bonus 






Somewhat less 


6 


Time off 


None 






The same 


7 


Not 


a v a i 


1 a 


b 


1 e 


0 


Civil 


S E R 


V I 


C 


E 


9 


C I V I L 


SEP 


V I 


C 


E 


10 


Financial 


None 






Considerably more 


11 


Financial 


None 






Considerably more 


12 


Financial 


None 






Considerably more 


13 


None 


None 






Considerably more 



*5 one exempt professional employees receive time and one half. 

**"Cnly a for; of these employees are covered by the Bonus Plan." 
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reached a specified amount (from .;455 to $535). Only two companies 
paid a bonus to the employees under study. Company 3 distributed an 
average bonus of $500 in 1954, noting that "only a fevr of these 
employees are covered by the Bonus Plan." Company 5 paid to these 
employees a 1954 bonus equal to fifteen percent of annual salary. 

In general, these companies believed that their non-supervisory 
professional employees enjoyed considerably more personal freedom 
on the job when compared with the non-professional employees* 

, Question 25. The responses to this question on sick leave pay 
carried so many different qual ifi cations that a complete presentation 
of the different plans would be comparable to a study of that policy 
alone. Therefore, only the generalised observation is offered that 
the participants* professional employees were authorized from 20 to 
60 days sick leave at full ray after completing one year’s employment. 

Question 26. The responses appear in Table 7. Most companies 
offered some form or financial reward for obtaining patents, and none 
permitted retention of rights by the individual unless the company 
was not "interns ted" in the patent. 

Question 27. The responses to this question appear in Table 8. 

In most instances retirement is a function of botli ago and tenure , 
while virtually half the companies do not require employee contribu- 
tions to the pension plan. 

Questions 28 and 29. The responses appear in Table G. The mean 
of the responses to Question 28 indicates that these companies esti- 
mate that 13 percent of their non-supervisory professional employees* 
time is spent in non-engineering or semi-technical work. It is also 
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Table 7 

COITAliY PERSONNEL PRACTICES 
Responses to Question 26 





Response 


Comment 




Company 


a. 


c . 


i» 


2** 


b. and additional coinnents 


i 


y 


K 


Y 


Y 


c /o net income from sales or 
licensing of patent rights 


2 


Y 


H 


^ r 
1 


- 


$50 when submitted, 
i50 when granted. 


3 


Y 


N 


Y 


Y 


cash payment 


4 


Y 


Y 


- 


- 


merit and promotional 
salary increases 


5 


N 


K 


- 


- 


— 


6 


>» 


i: 


- 


- 


— 


7 


H o 


t 


avail 


able 




10 


Y 


:■! 


Y 


- 


soecificd monetary awards on 
application and issuance 


11 


Y 


N 


V 

X 


Y 


royalty income dividends 


12 


K 




- 


- 


430 award when filing 
disclosure 


13 


Y 


^ t 


1 


- 


— 


*1. Bonus, 

+ Rights 


depending 
re ' urned 


on value 
tc iudivi 


to company. 

ual v.hen company decides not to uso 



patent. 



18 



Table 6 



coipany personnel practices 

Responses to Question 27 



Cord' any 



a b 



Response 

age only tenuro only 



both age 
end tenure 



1 

2 

3 

4 

5 

6 
7 

8 * 

9* 

10 

11 



Y 

Y 

Y 

Y 

Y 

Y 

N o t 

Y Y 

Y Y 

Y Y 

Y 1! 



Y 
li 

Y 

Y 

Y 
E 



available 



X 



X 

X 

X 



X 



X 



X 



13 



X 

X 



♦Civil Service 
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Table 9 

COMPANY PERS OUIIEL PRACTICES 
Responses to Questions 28 and 29 



Company 


28 


Questions 

29a 


29b 


1 


15 


N 


N 


2 


20 


N 


N 


3 


12 


Y 


Y 


4 


8 


Y 


Y 


5 


- 


Y 


N 


6 


-• 


N 


N 


7 


Not 


a v a i 


1 a b 1 e 


8 


10 


N 


N 


9 


- 


N 


N 


10 


13 


Y 


Y 


11 


17 


Y 


y 


12 


15 


N 


N 


13 


0 


Y 


Y 



Question 28: Ap proximately what percentage of your "average" non- 

supervisory professional employee's time is spent in 
non-engineering or semi -technical work? % 

Question 29: Concerning your non-supervisory professional employees 

a. Iiave they ever participated in a NLRB supervised 

election to designate a collective bargaining 
representative? NO YES When 

b. Bo they now have an NLRB-certified collective bar- 
gaining representative? NO YES 
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fold 



fold 



NON-SUPER VISORY PROFESSIONAL EMPLOYEES 
WE NEED YOUR HELP 



In order to make a position more satisfying, it is first necessary to 
identify those elements which detract from this job satisfaction. We 
are conducting, a nation-wide study of how professional employees feel 
toward the various aspects of their jobs and toward their profession. 

1. Do not sign. We have no need nor desire to identify you. No one 
from your company will see or learn your answers. 

2. Your frank opinion is desired. Please don't talk over the questions 
with other employees --just tell what you think. Choose the answer 
that best describes your opinion or situation. If you prefer not to 
answer a particular question, omit it, but please complete and 
mail the form. 

3. If you prefer not to complete the form, kindly staple it (with the 
return address exposed) and mail it so that we can send it so some- 
one else in your representative group. 



Ralph E. Balyeat y 

Supervisor of Industrial Relations Courses, 
Industrial Engineering Department 
Purdue University 



STAMP WILL 
BE PLACED 
HERE 



Prof R. E. Balyeat 
118 Heavilon Hall 
Purdue University 
Lafayette, Indiana 



fold 



fold 



(Staple ) 



NON -SUPERVISORY PROFESSIONAL EMPLOYEE SURVEY 



1. Company: 2 . Years with company 

3. Year of graduation 4. Highest degree received 

5. How good a job is being done in explaining to you what your company's policies 
are and the reason for them? 

quite good fairly good not very good 

6. 1 find my work: 

quite dull fairly interesting very interesting 

7. Considering my main personal work abilities, I feel my job: 

uses most of them uses some of them fails to use them 

8. The place where I do my work: 

is well laid out for the work 1 do 

could be improved somewhat 

is poorly arranged or crowded for what I have to do 

9. Do you feel your company's provisions for keeping you abreast of technical 
developments in your specialty are: 

more than adequate adequate inadequate 

Comment: 

10. Do you feel you get the right kind of training, apart from experience on the job, 
to help you do the best work? 

I get enough training 

I get some training 

I get little or no training 

11. How do you feel about this company as a place to work? 

About the same as most places 

Better than most places 

Not as good as most places 

12. If you were offered a position, similar to your present one, at the same pay, with 
another company in this area, would you accept it? 

Yes No Undecided 

13. If a friend asked you about securing a position with this company, which of the 
following would you be inclined to do: 

I would encourage it 

I would discourage it 

I would neither encourage nor discourage it 

14. Do you believe your supervisor knows whether you are doing good work or not? 

Knows very little about whether my work is good or not 

Has some idea 

Has a reasonably good idea 

15. Approximately what percent of your time is devoted to non -profe s sional (non- 
engineering and semi-technical) work? % 

16. How many employees work in the same room with you? 
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NON -SUPERVISORY PROFESSIONAL EMPLOYEE SURVEY 

17. Regarding the following items, do you consider your company*s policy as it 
affects you, to be: 

1. very satisfactory 2. satisfactory 3. unsatisfactory, 

a. Vacations 

b. Overtime Compensation 1 

c. Pension Plan 1. 

d. Sick Leave Pay 

e. Job Evaluation 1. 

f . Merit or Performance Rating 

g. Bonuses 1 . 

h. Coffee Breaks *. 1 

i. Individual Recognition 1. 

j . Job Status 1. 

k. Training 1. 

1 . Promotions 1 . 



1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 


1 . 


2. 


3. 



Comments: 



18. With respect to his technical knowledge, I feel my immediate supervisor is: 

extremely capable good enough for the job lacking in some essentials 

19- With respect to his ability to get the most out of a work group, I feel my immediate 
supervisor is: 

lacking in some essentials good enough for the job extremely capable 

20. I consider the number of people reporting to my immediate superior to be: 

too many about right too few 

21. I feel that the company's practice in accounting for my time on the job is: 

very reasonable reasonable unreasonable 

22. During your employment, do you feel that in general, your prestige as a pro- 
fessional employee in this company has: 

increased remained essentially the same decreased 

23. In comparison to other companies do you feel your personal freedom on the job is: 

less about the same greater 

24. If the financial renumeration were the same, would you prefer promotions into 

positions requiring, primarily: administrative work technical work 

25. What two things do you like BEST about your job? 

a. 

b . ___ 

26. What two things do you like LEAST about your job? 

a. 

b. 

27. What is your present annual salary? (include any cost of living allowance. ). 

under $4, 000. $6-7, 999. $10-11. 999. 

$4-5, 999. $8-9, 999- $12, 000. and over 

28. What do you feel your basic work week should be? in days 

29. Of how many professional societies are you a member? 



in hours 



NON -SUPERVISORY PROFESSIONAL EMPLOYEE SURVEY 



30. How satisfied are you with the credit you receive from your supervisor when 

you do a good job? completely fairly not at all 

31. Do you think your supervisor tries to be fair and impartial to each employee 

(for example, in assigning work, granting requests, getting each to do his 
share, etc.)? sometimes usually always 

32. How often does your supervisor discuss your job performance with you? 

often enough seldom or never only when something goe s wrong 

33. Do you feel free to approach and talk to your immediate supervisor about your 

promotion possibilitie s ? always usually rarely or never 

34. Do you feel that the management of your company, down to and including your 
immediate supervisor, delegates enough responsibility and authority to get the 
best results from its employees? 

YES NO Don't know 

Comment: 

35. Are you given a chance to offer your ideas when decisions are to be made which 
fall within your job responsibility? 

most of the time sometimes seldom or never 

36. Considering my present job: 

I do not like it and I would prefer something else 

All things considered, I like it fairly well 

I like it very well 

37. For the most part, my fellow workers in my group are: 

very friendly and helpful fairly friendly and helpful indifferent to me 

38. Will your supervisor "go to bat" for you when he should? 

rarely sometimes almost always 

39. What three things do you look for most in a higher level job? Number in order 

of importance to you: -1-2-3. 

a. Having more security b. Having more authority 

c. Being closer to the higher-ups d. Having more independence 

e. Having more feeling that people appreciate my work 

f * Having a chance to do more responsible work 

g. Receiving more pay 

h. More opportunity to apply my training and know-how 

i . Other (identify), 

40. Which one of the following areas best describes your work? 

Design Industrial (Eng.) Production 

Research Development Te st /Evaluation 



Any additional comments 

















* 
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observed that almost half of the companies indicated that their non- 
supervisory professional employees had NLPB-certif iod collective 
bargaining representation. 

Analysis of Ziryloye o Surve y Responses 
General Comments 

Although originally there was no intent to '‘weight" the survey 
?;ith a large response from one company, the great extent of no 
response from companies solicited made the interest in the survey 
e xp re seed by a large corporation (code 3) most welcome to this 
investigator . 

Naturally, some consideration was given to establishing a 
"score" for each questionnaire returned in order to simplify compari- 
sons. However, it was felt that the salient points revealed by this 
study might be obscured by resorting tc a quantitative summation of 
the responses of the individuals ♦ Then too, this was not a study 
of morale per s e , but rather the investigation of attitudes toward 
specific personnel practices and associated job conditions. 

Coding and Tabulating Returns 

To facilitate the tabulating of the responses, the individual 
questionnaire responses were coded upon receipt to permit card- 
punching for I Bid sorting and counting. Host of the questions were 
coded with an obvious numerical sequence considering the order of the 
alternatives. Questions 2, 3, 4, 15, and 16 requii % ed establishing 



class intervals for responses. The responses to questions 25 and 2G 



21 

were categorized as thoroughly as possible and these groupings appear 
in Table 11 and Table 13 respectively. (See pages 32 and 34.) 

Statistical Controls 

When all the Employee Survey forms tabulated herein wore re- 
ceived, it was recognized that 57 percent of the returns were from 
one large corporation (Company 3). Obviously, there was the danger 
that the replies of employees of this one company might unduly in- 
fluence the total frequency count of alternative answers to a par- 
ticular question. It might then be argued that the total response 
reflected the attitude held by professionals in this one company, 
rather than the attitudes of the entire sample. Chi-square was 
selected as the statistic to test the hypothesis that the responses 
to the question were independent of employment in the large corpora- 
tion (Company 3) or in the group represented by all of the other 
companies . 

Consequently, in all of the questions under discussion, inde- 
pendence v/as first established using a value of Chi-square with two 
degrees of freedom and a five percent significance level. Failure 
to meet this test removed the question from discussion unless this 
qualification is explicitly stated. However, not all questions 
excluded from this analysis suffered this defect. Space limitations 
made it necessary to consider only these questions with results of 
particular interest or consequence. A sample Chi-square calculation 
appears in Appendix C. 



Vital Statistics of the Sample 

Figure 2 presents the vital statistics of the sample under study. 
It is felt that a reasonable distribution within the various cate- 
gories v/as obtained. 



The Responses 

Although not every question in the survey will be discussed, the 
percentage of responses for tack alternative o: fered appears in 
Appendix A ^on the Employee Survey form}, next to the alternative 
itself. This provides .^ata for any desired analyses not covered in 
tills report. 

Ques tion o. An individual f s job performance is probably strongly 
influenced by nav. interesting he finds his work. With this in mind. 
Question G was incl jdcu in the Survey, and a breakdown of the "very 
interesting" responses appears in Figure 3. From the breakdown, it 
is observed that a Research worker , employed by one of these companies 
more than ton yin rs and working in a room with less tlian ten other 
employees would be most likely to find his work "very interes tin: . " 
Conversely, an individual working in Production or Test and Evalua- 
tion, in a room with between twenty-six and fifty or over one hundred 
other emplo yees, employed by one of those companies for more than tv/o 
and less than ten years, would be least likely to describe his work 
in this manner. These "observations" have the obvious defects of all 
generalizations , but they may help to transpose isolated data into a 
meaningful composite . 



Question ~ 



Certainly, how sne feels about the physical or 
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EMPLOYEE SURVEY 



Number of participants by; 

1. Highest degree received; 



No Response 
Bachelor's 
Master ' s 
Doctorate 



XX - 21 

x/jo xxxxxxxxjxxxiqxxxxxxxxxxxxx -399 

XXXXX - 52 

X - 10 



2. Present Annual Salary; 

Under £4,000 
#4,000 - 5 ,S99 
#6,000 - 7,999 
#8,000 - 9,999 
#10,000 - 11,999 
#12,000 and over 

3. Type Work; 

Design 
Research 
Industrial Eng. 

Devel opment 
Production 
Test and Evaluation 

4. Years with Company: 

Less than 2 
2 - less than 5 
5 - less than 10 

10 and over 

5. Number working in the same 

0-10 

11 - 25 

26 - 50 

51 - 100 
Over 100 



X - 3 

XXXXXXXXXXXXXXXX - 161 
XXAXXXXXXXXXXXXXXXXXXXX - 227 
XXXXXXX - 74 
XX - 13 
X - 1 



XXXXXXXXXXXXXX - 143 
XXXX - 38 
XXXX - 41 

xxxxxxxxxxxxxxxx - 162 

XXXXX - 54 
XXXXX - 48 



XXXXXXXX - 76 
XXXXXXXXXXXXXXXX - 154 
XXXXXXXXXXXX - 118 
XXXXXXXXXXXXXX - 134 

room: 

XXXXXXXXXXXXXXXX - 154 
XXXXXXXX - 94 
XXXXXX - 57 
XXXXXXXX - 75 
XXXXXXXXXX - 99 



Figure 2 



Vital Statistics of Sample 
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EMPLOYEE SURVEY 



This figure presents the percentage of individuals in the various sub- 
categories who stated that they found their work "very interesting." 





Categories 


of 1* 


Responding ’’Very Interesting” 


1. 


Over-all Response 


50 


mxxxxxxxiaxxxxmxxxxxx 


2. 


Type of V/ork: 








Design 


44 


XXXXXXXXXX.XXJQCXXXXODQCX; 




Research 


71 


xxxxjcmicmxxxmxxx^^ 




Industrial Eng. 


63 


7JJD 




Devcl opnent 


56 


xxxwuqctocx^^ 




Production 


42 






Test/Evaluation 


41 


xxxxxxxdoj oooxxioxx 


3. 


Years v/ith Company: 








Less than 2 


52 


XXXXXXJOQQCXXJJCXmXXXXXX^ 




2 - less tlmn 5 


42 


XmxmJUUaUUlXUUCXXX 




5 - less than 10 


43 






10 and over 


66 


xxmxxxxmxmx) otxxxxxxmxxxxx 


4. 


Number V or king in Same 


Roon: 






0-10 


60 






11 - 25 


55 






26 - 50 


41 


xxxxxxxmxxxxxmxxx 




51 - 100 


48 






Over 10O 


42 





♦Percent of those actually responding to the question. 



Figure 



•Z 

t • 



Responses to Question 6 
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psychological aspects of his "working-space , " is likely to be reflected 
in job performance. It was felt that the responses to this question 
could best oe presented by examining in each category the percent of 
responses which said, "The place where I do nv work is^ poorly arranged 
or crowded for w;at I hav e to do." From Figure 4, one is apt to con- 
jecture that such a response is most likely to be made by a professional 
engaged in Test and Evaluation, employed by one of these companies for 
more than two and less than five years, and working in a room with more 
than one hundred other employees. At the other extreme, we find an 
employee of less than two .ears* tenure working with from twenty- six 
to fifty workers in the same room, and engaged in Industrial Engineer- 
ing work, hatvrally, the nature of Industrial Engineering would con- 
tribute to the existence of just this situation. 

Question 10. Although the need for and 'value of training are 
ostensibly recognized, only twenty percent of the professionals sur- 
veyed felt that they received enough trailing. None of the sub- 
categories indicated what would be considered a desirable percentage 
of this response, but examining the data presented in Figure 5, the 
specifications for greatest dissatisfaction with training received 
would seem to be: Test and Evaluation work, tenure of more than two 

and less than five years, working in a room with fifty-one to one 
hundred employees. There seems little point in describing the indi- 
vidual most likely to be satisfied with the training received since 
none of the rates is judged to be desirable. Possibly worthy of men- 
tion is the fact that the percentage of Research workers who felt they 
received enough training was considerably higher than any other 
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EMPLOYEE SURVEY 



This figure presents the percentage of individuals in the various sub- 
categories who described their work-places as "poorly arranged or 
crov.'ded for what I have to do." 





Category 


Responding 

''Poorly Arranged or Crowded" 


1 . 


Over-all Response 


25 


laxmojoxxmx 


2. 


Type of Work : 








Design 


25 


XA}jot>jQucmi^^ 




Research 


19 






Industrial Eng. 


12 


xxxmmxx ) i 




Devel opment 


29 


Xjjioaoja :mxxmmxxxxxxx 




Production 


17 


xxmxmmxmx 




Test and Evaluation 


32 


xmxxxioaaxx/jax^ 


3. 


Years v/ith Coinpany: 








Less than 2 


18 


xxxmxmxxmm. 




2 - less than 5 


28 


XXSJu 




5 - less than 10 


25 


mxmxmmxxmxmxx 




10 and over 


24 


xxxxxxxxmjoocmxxxxiax 


4. 


Number Working in Same 


Room: 






0-10 


22 


. JCX^ajOOOOOOCXXX^XXXX 




11 - 25 


27 






26 - 50 


16 


xxmxxxxxxxxm 




51 - 100 


26 


xm^JC'jooocyjLoooxijcm^ 




over 100 


30 


xxxxxiuotmjtmx/j^^ 



^Percent of those actually responding to the question. 



Figure 4. Responses to Question 8 
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EMPLOYEE SURVEY 



This figure presents the percentage of individuals in the various sub- 
categories who responded, Tt I get enough traini ng/' to the question, 

"bo you feel you get the right kind of training, apart from experience 



on 


the job, to help you do 


the tet 


5 t work?" (Alternative responses: 


"i 


get some training,” and 


"I get 


little or no training.") 




Category 


/«* 


Responding "I get enough training' 


i. 


Over -all Response 


20 


xx>joucxxxxxxyjvx>cxxxx 


2. 


Type of Work: 








Desi gn 


21 


mxxxxxmxxxxjo am 




Research 


32 






Industrial Eng. 


15 


xmmxxmxxx 




Development 


17 


xxxxxxxxxxxxxxxxx 




Production 


25 


xmx3uacxm::mxxyjucmx 




Test and Evaluation 


13 


xxxxxxmxxxx 


3. 


Years with Company: 








Less than 2 


22 






2 - less than 5 


16 


XXXXXXXXXX OQOCXXX 




5 - less than 10 


19 


XOjC JO tmxmXXXXXX 




10 and over 


24 


xmxxxmxxxxmxxxxxxx 


4. 


Humber Working in Same 


Room: 






0-10 


26 


xmioamiooojoocxxxxxjo'ja 




11 - 25 


15 






26 - 50 


26 


XXXXXXXX50QCXX!OLmXX30OJtXX 




51 - 100 


13 


jooca>xox«ja 




over 100 


18 


xxxxyjocGomjQtxxxx 



^Percent of those actually responding to the question# 



Figure 5* Responses to Question 10 
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category under study. 

Questi on IS. As noted in Table 10, the companies estimated that, 

on the average, their professional employees spent thirteen percent 

. 

of their time in non-prof essional work. In contrast, thirty-six 
percent of the employees stated that between one quarter and one half 
of their time was spent in such work, while another twenty-five per- 
cent of them reported that non-prof essional work consumed between 
eleven and twenty-five percent of their time. 

Ques tion 17. This question considered twelve facets of company 
policy, and an item analysis would be impractical. It was felt that 
an integrated appraisal of the various parts would be amenable to 
presentation (the responses to each of the twelve parts are presented 
on the questionnaire in Appendix A). The rate at which the response 
"dissatisfied" appeared in all twelve parts of the question was 
selected as a criterion. The data are presented in Figure 6. There 
is a relative uniformity of response within the various categories, 
although prof essionals in Industrial Engineering or Test and Evalua- 
tion had what is judged to be a significantly higher incidence of 
"dissatisf ied" responses. 

In the responses to the individual parts of Question 17, a 
surprising eighty-nine percent of those responding indicated that 
they were "dissatisfied" with the bonus plans of their companies. 

The responses to the other parts of the question appear in Appendix 

A. 

Quest ion 25. The answers to this question concerning what two 
things the individual liked best about his job were categorized as 
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Table 10 
EMPLOYEE SURVEY 
Responses to Question 15 



Company 


Company 

Estimate 


0-10# 


11-25# 


Employee Estimate 
26-50# 51-70# 


Over 

70?: 


Total 


i 


15# 


10 


37 


37 


3 


13 


100 


2 


20# 


25 


5 


60 


5 


5 


100 


3 


12# 


12 


25 


38 


10 


15 


100 


4 


8# 


18 


30 


36 


12 


4 


100 


5 


— 


40 


— 


80 


— 


— 


100 


6 


— 


5 


10 


30 


10 


45 


100 


7 


— 


31 


31 


15 


8 


15 


100 


8 


1055 


35 


21 


13 


12 


14 


100 


9 


— 


27 


27 


36 


10 


— 


100 


"Average" 


1 no/ 

/L\J /o 


15 


25 


36 


10 


14 


100 



Question 15: Approximately what percent of your time is devoted to 

non-professional (non- engineering and semi -technical) 
work? # 
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EMPLOYEE SURVEY 



This figure presents the percentage of "dissatisfied" responses in 
all 12 parts of Question 17, by the sub-categories depicted. 



Categor y 

1. Over-all Response 

2. Tyne .iork : 

Do sign 

Research 

Industrial Sng. 

Development 

Production 

Test and Evaluation 

3. Years with Company: 

Less than 2 
2 - less than 5 
5 - less than 10 

10 and over 

4. Number Working in Same Roon: 

0-10 

11 - 25 

26 - 60 
51 - 100 
Over 100 



%* Responding " Pi s sa tisfied " 

32 xxxxxxi txxxoocxxxxxxmxm. 



30 xxxxxxxxxxxxxxxxxxxxxxx 

29 XXXXXXXJOOOGQCOJaXXXXX 

37 xxxxxxxxxxxxxxxxxmxmxxxxxx 

32 xjocmxxxxxxxxxxjaxxxxxxx 

so xxxxxxxxmxxjco oxxxm. 

37 XXXXJCmXOQtX^^ 



28 XXXXXXyjQOOXXXXXXXXXX 

33 xxxxxxxxxxxxxxxxxxxxxxxxxx 

29 XXXXXXX>OCXXXXXXXKKXXXX 
35 



34 

29 xxxxxxxxxxxxxxxxxxxxxx 

29 XXXXX>X'OXXXXXXXXXXXXZ 
34 xxxxxxxxxxxxxxxxxxxxxxxxxxx 
31 XXXXXXXXX!QCXXXXXXX>CXXm; 



♦Percent of those actually responding to the question. 



Figure 6. Integrated Analysis of Question 17 
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shov/ii in Table 11. Some of the comments within a category my seem 
unrelated, but some classification, however arbitrary, was necessary 
if the results were to be presented in any quantitative form. Table 
12 presents the percent response in the different categories, by indi- 
vidual companies, and by over-all response. Sixty percent of the 
responses fell into category 2, ,h »7ork." Table 11 shows the types of 
comments occurring in this group, and in retrospect a further classi- 
fication of this category would have been more illuminating. Almost 
twenty- three percent of the responses refer to (personal) "Freedom," 
whilo the rest of the responses are sprinkled over the remaining 
categories . 

Que stion 2G . This question, requesting the two things liked least 
about the individual’s job, was analysed in the same manner as Question 
25, and the categorising and percentage breakdown of responses appear 
in Table 13 and Table 14 respectively . It is observed that thirty- 
one percent of the responses were assigned to the comprehensive cate- 
gory, "Company Policies." Twenty- two percent referred to "Work and 
Work Place," and many of these voiced strong discontent over noise 
level and ventilation. 'One in five responses concerned "Routine Jobs," 
including what was considered to be excess clerical and non- technical 
work. Slightly less than fifteen percent of the responses voiced dis- 
satisfaction with "Pay and Promotion." Although only seven percent 
complained about their supervisors, it is felt that such attitudes can 
considerably reduce the productivity of an individual because of the 
influences inherent in the position of a supervisor. 
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Table 11 
EMPLOYEE SURVEY 





Responses 


to Question 25 


Code 


Category 


Typos of Comments 


i. 


FREEDOM 


To use cnvn judgment; to offer 
opinions; to follow through on work. 


2. 


WORK 


Type work; friendly co-workers; 
interesting; variety; good equipment 


3. 


PAY 


Inadequate; none for overtime. 


4. 


AT/VATICEME3IT 


Opportunities for promotional and/or 
technical advancement- 


5. 


C OMPAKY -AT 71 TUDE 


Fringe benefits; prestige; regard 
for the job. 


6 . 


SUPERVISORS 


Interest; consideration; competence. 


7. 


LOCATION 


Of company- 


S. 


SECURITY 


Job offers security. 


Question 25: 


Y/hat two things do 


you like BEST about your job? 



Table 12 



EMPLOYES SURVEY 

Percent Response to Question 25 



Response 

Category* 


I 


2 


3 


Company 
4 5 


6 


7 


8 


9 


Total 


1 . FREEDOM 


IS 


34 


23 


23 


— 


26 


20 


21 


23 


23 


2. i'iORK 


52 


50 


63 


57 


89 


50 


60 


57 


55 


60 


3. PAY 


5 


— 


5 


2 


— 


— 


4 


5 


— 


4 


4 . ADVANCEMENT 


9 


3 


3 


7 


— 


— 


8 


— 


14 


4 


5. COMPANY- 
ATTITUDE 


12 


10 


2 


— 


11 


3 


— 


7 


4 


3 


6. SUPERVISORS 


4 


3 


2 


7 


— 


3 


8 


— 


— 


3 


7. LOCATION 


— 


— 


1 


3 


— 


3 


— 


3 


4 


1 


8. SECURITY 


— 


— 


1 


1 


— 


15 


— 


7 


— 


2 




10<# 


100£ 


loo?: 


loo-/: 


100fS 


lOO/o 


100;-: 


ioo>: 


ioo>: 


100>- 



*3ee Table 11 for category elaboration 
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Table 13 
EMPLOYEE SURVEY 
Responses to Question 26 



Code Category 


Types of Comment 


1. WORK & WORK PLACE 


Noisy, crowded, drab surroundings; 
hoavy work load; always a "rush" 
job. 


2. COMPANY POLICIES 


Poor communications; lack of interest 
in and recognition of the individual; 
petty rules and red tape; impersonal; 
resistance to change; arbitrary 
decisions; poor coordination between 
departments . 


3 . TRAINING 


Lack of; poor provisions for keeping 
abreast of technical developments. 


4. SUPERVISORS 


Disinterested; never comments on job 
performance; unqualified; always 
"pressing"; poor planners. 


5. PAY AND PROMOTION 


Inadequate pay; unfair promotional 
prospects; inadequate merit ratings; 
no incentive. 


6. ROUTINE JOBS 


Too much clerical, paper and non- 
technical *.vor k ; routine, boring, 
computations. 


7 . LOCATION 


Of Company. 


8. UNIONIZATION 


Of professionals. 



Question 26: What two things do you like LEAST about your job? 
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Table 14 
EMPLOYEE SURVEY 

Percent Response to Question 25 



Response 

Category* 


1 


2 


3 


Company 
4 5 


6 


7 


3 


9 


Total 


]. . WORK ART) 

WORK PLACE 


7 


6 


23 


28 





50 


18 


21 


5 


22 


2. COMPANY 
POLICIES 


38 


32 


29 


39 


43 


10 


24 


33 


50 


31 


3. TRAINING 


4 


3 


2 


3 


— 


— 


12 


4 


— 


3 


4. SUPERVISORS 


9 


10 


6 


6 


14 


7 


5 


13 


5 


7 


5. PAY A PROMOTION 


18 


36 


12 


12 


14 


23 


5 


15 


40 


15 


6. ROUTINE JOBS 


22 


13 


26 


11 


29 


10 


29 


7 


— 


20 


7 . LOCATION 


2 


— 


1 








5 


7 


— 


1 


S. UNIONIZATION 


-- 


— 


1 


1 












1 




100% 100^ 


loop 


ICON 


loop: : 


loop: 


lOO/o 


ioo:: 


loop: 


100% 



♦See Table 13 for category elaboration 
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quest ion 3ty Particularly in training'^, out in other facets of 
a job, as well, a knov/lectyc oj results or an appraisal of performance 
will aid an individual to increase his proficiency and productivity. 
Consequently , the fact that only forty percent of the pr of essionals 
surveyed felt that their supervisors discussed their job performance 
’’often enough” indicates that there exists a considerable latent 
potential for increased productivity in the group consisting of the 
sixty percent who answered ’seldom or never/' or "only when something 
goes wrong." The breakdown of those replying "often enough" appears 
in figure 7. The responses are relatively uniform, with a slightly 
higher degree of satisfaction expressed by Development workers, em- 
ployees with between five and ten years 1 tenure, and those who worked 
with eleven to twenty- five workers in the some room. 

Question 34. V/hen asked, "L)o you feel that the management of your 
company, down to and including your immediate supervisor, delegates 
enough resronsibili ty and authority to get the best results from its 
employees?", an overwhelming sixty-three percent of those having a 
definite opinion (Yes or No) stated "No." It is recognized that pro- 
fessionals might be more apt to detect such a defect, but this extent 
of di ssatisfaction was not anticipated. Obviously, the companies con- 
cerned should give serious thought to remedies for this undesirable 
attitude. Figure 8 presents the data of responses , and it is observed 
that among the profess! onals under study, those in Production and those 
employees with over ten years with the company expressed the least 
dissatisfaction in this area although over fifty percent of each of 
these groups responded "No." 
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E?dPLOYEE SURVEY 



This figure presents the percentage of individuals in the various sub- 
categories who responded, ‘'often enough," to the question, "How ofton 
does your supervisor discuss your job performance with you?" 
(Alternatives v/ere " seldom, or neve r," and "only when some t hing goes 
wrong. " ) 





Category 


c/ * 
/•>* 


Responding "Often Enough" 


1 . 


Over-all Response 


40 


xxxxxxxxxxxxxxxxxxxx 


2. 


Type of Y/ork: 








Design 


39 


xxxxxxxxxxxxxxxxxxx 




Research 


32 


xxxxxxxxxxxxxxxx 




Industrial Eng. 


32 


xxxxxxxxxxxxxxxx 




Development 


49 


XXXXXXXXXXXXXXXXXXXXXXXXX 




Production 


34 


xxxxxxxxxxxxxxxxx 




Test and Evaluation 


30 


xxxxxxxxxxxxxxx 


3. 


Years with Company: 








Less than 2 


35 


xxxxxxxxxxxxxxxxx 




2 - less than 5 


36 


xxxxxxxxxxxxxxxxxx 




5 - less than 10 


46 


xxxxxxxxxxxxxxxxxxxxxxx 




10 and over 

• 


41 


xxxxxxxxxxxxxxxxxxxx 


4. 


Humber I'/orking in Some 


Room: 






0-10 


38 


xxxxxxxxxxxxxxxxxxx 




11 - 25 


47 


xxxxxxxxxxxxxxxxxxxxxxxx 




26 - 50 


31 


xxxxxxxxxxxxxxx 




51 - 100 


39 


xxxxxxxxxxxxxxxxxxxx 




Over 100 


45 


xxxxxxxxxxxxxxxxxxxxxxx 



♦percent of those actually responding to the question. 



Figure 7. Responses to Question 32 
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EMPLOYEE SURVEY 



This figure presents for the various sub-categories the percentage of 
those individuals expressing a definite opinion, who responded "No” 
to the question, 'To you feel that the management of your company, 
devm to and including your imnediate supervisor, delegates enough 
responsibility and authority to get the best results fror. its 
employees ?” 





Category 


C?J k 
/** 


1. 


Over-all Response 


63 


2 • 


Type of Work: 






Design 


65 




Research 


68 




Indu s t r i a 1 Eng „ 


69 




Developnent 


57 




production 


51 




Test and Evaluation 


62 


*7 

O • 


Years with Company: 






Less than 2 


64 




2 - less than 5 


68 




5 - less than 10 


59 




10 and over 


53 


4. 


Number Working in Same Room: 




0-10 


66 




11 - 25 


49 




26 - 50 


74 




51 - 100 


61 




Over IOC 


57 


♦Percent of total responding 


"Yes" 



Resp onding "K o ' 



mxmxxmraxmxxxxxx 



mxmmxjDotxmmxnx 

xxxjDoaxxxxxmxJoocaxy^cm 

xxxxxxxxj ocmxxxxxioxxioaQQa 

xxxxioaxiooojooooaxxx 

xmioaxmxxxxm. 

xmmmmmxxmxxx 



xmxoxxxxYJocxxxxxxjcmx 

njuammmnxnnx 

xxxxxxxxxxxxxxxxxxx 



xxxxxjaxxxxmxm: 

xmxx^oocxjoaxx 
xxraxmxxxxxx^^ 
xaoao oumiaxxxEmxx 



or "lie." 



Figure 8. Responses to Question 34 
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Que stion 39. Knov/iug what the individual is looking for in 
future assignments should be beneficial to both the individual and 
management. This survey provided participants mth an opportunity to 
identify, in order of importance, those factors they looked for in a 
higher level job. Question 39 and its responses appear in Figure 9. 
YThen asked to select the most important factor sought in a higher 
level job, "Having a chance to do more responsible work" v/as chosen 
more than any other single factor. One-third of the respondents 
selected it as the most important factor. "Receiving more pay" was 
ranked second among the choices of "most important , " ana this factor 
was chosen most frequently both as a second and as a third most im- 
portant facet of a higher level job. The results depicted in Figure 
3 contain too many subtleties for concise quantitative conclusions, 
end different readers arc lihely to sec significance in quite differ- 
ent categories. For example, this investigator sees some signifi- 
cance in the fact that "Having more security" received ten percent of 
the votes for the most important factor sought in a higher level job. 
Other items are likely to receive similar personal interest and 
emphasis . 
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EMPLOYEE SURVEY 



Question 39. 



What tiiree things do you look for most in a higher level 
job? Number in order of importance to you: 1, 2, 3.+ 



Alternatives 


% Resp 


onse* 


Having more security 


10. 0 


1111111111 




5.9 


222222 




It. 7 


33333333333 


Having more authority 


5.0 


11111 




r 7 

' # * 


2222222 




11.0 


33535333333 


Being closer to higher 


0.4 


1 


ups 


0.2 


2 




1.5 


33 


leaving more independence 


5.6 


linn 




o . 7 


2222222 




9.0 


335535333 



e. Raving more feeling that 7.2 

people appreciate nry v'ork 12.2 

10.7 

f. Raving a cliance to do 33.2 

more responsible work 21.1 

11 .C 

g. Receiving more pay 25.2 

27.6 
2C . C 



1111111 

222222222222 

33353333333 

111111111111111111111111111111111 

222222222222222222222 

333333333335 

1111111111111111111111111 

2222222222222222222222222222 

333333333333353333333333333 



L!ore opportunity to apply 


12.1 


111111111111 


my training and knopr-hovr 


18.5 


2222222222222222222 




16.5 


33333333333333333 


Other (identify;; no 


1.3 


11 


agreement or consistency 


r* 


2 


in those identified 


2.4 


333 




lOC.OVo 


1 




100.0 


2 




100.0 


3 



Note : 

Numerals indicate relative frequency. 



Figure S. Responses to Question 39 
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write- in Comments 

Obviously, write-in comments are not restricted to the alterna- 
tives offered in a structured question, and consequently they may 
often revea] strong attitudes held by the participant which were not 
elicited by any of the alternative answers offered. However, there 
my exist many other individuals whose strongest attitudes Lave not 
been elicited but whose personality resists freely expressing such 
attitudes. Nevertheless, it is felt that obtaining unstructured 
common Is can be of cor.siterable value in almost every study of atti- 
tudes, although such comments do not lend themselves to a simple or 
quantitative analysis. 

The characteristic comments obtained in this survey appear in 
Appendix E, grouped by company. A subjective appraisal is offered, 
that these comments primarily concern an attitude that the company 
fails to recognise the individual as a professional and in some cases 
as a human being. No doubt this charge couJd be rebutted with con- 
vincing evidence by the companies involved, but this investigator 
feels that the basic issue is not the verity of the charge but the 
fact that this attitude exists. An examination of company communi- 
cations, recognising the limitations and other characteristics of 
the human transmitters, relays, and receivers in such a system, may 
improve this condition. 
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SUUMAP.Y OF RESULTS AHD CONCLUSIONS 
Limi tati oris 

The lack of response (from companies } greatly diminished the 
planned extensiveness of this study. This is emphasized in the geo- 
graphical bias of the Employee Survey, since the South and Far UTest 
have no representation in it. The fear of bias due to a large response 
frcm one company was premature, since all of the questions discussed 
had results vrhich were independent of employment, and Question 9 was 
the only one of those ccnsdered for discussion which was found to be 
so biased. 

Some of the divisions of Company 3 had unionized professional s 
and seme did not, and the returns did not permit positive identifica- 
tion. Consequently, the plan to study non-union and union influences 
ivas compromised and not attempted. 

Naturally, like all voluntary participation questionnaires , the 
bias of non-response is present. But this is obviously an inherent 
limitation to such a method of investigation. The lack of positive 
control over the distribution of the Employee Survey forms makes the 
randomness of distribution probable rather than definite. 

Conc lusions and Summary 

The findings of this study are considered to be representative cf 
the non-supervi sory professional employees within the participating 
companies. However , any attempt to infer that these responses are 
representative of non-supervisory professionals in general must 
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proceed with extreme caution in view cf tho limitations set forth 

r 

above . 

The Personnel-Practices of the companies participating in that 
phase of the study are judged to be essentially uniform, varying in 
degree rather than kind. 

The Lmployee Survey revealed what is deemed to be a considerable 
amount of dissatisfaction with a number of management policies ana 
practices. Over sixty' percent believed that their respective miiage- 
x.ients did not delegate enough responsibility and authority for effici- 
ent operations. "Having a chance to do more responsible work 11 was 
choson as the most important factor in a higher level job, while 
"receiving more pay" was the next most-mentioned factor. In select- 
ing the most popular x'eature of one’s present job, the work itself 
(including highly regarded cc-worxers ) and personal freedom dominated 
the selections. Company policies, poor working conditions and rou- 
tine (non-professional ; jobs dominated the listing of the least liked 
facets of one’s present job. Only one in five of the professional s 
surveyed felt that lie received enough training, and three out of five 
felt their supervisors did not comment 021 job performance often 
enough. With respect to the percent of time devoted to non-professional 
work, the estimates given by the companies are consistently and con- 
siderably lower than the estimates made by the individual employees. 

hecognizin^ the educational level of those responding, it is 
felt that the complaints they make cannot be dispatched or ignored as 
the nor me 1 amount of complaining done by the human who works for a 
living. It is hoped that this study will contribute to the major 
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effort that must be made to detect accurately the bases for these 
attitudes which rc; resent a loss in productivity of technical profes- 
sional c . 



3IBLiO r ;RAF Y 
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To Bo d By Participating Companies 



IF A SPECIFIC Q CBS TICT DLtS HOT APPLY TC YOIT: 3ITUAIICT , OK IS IHCOILLHIEFI 
TO A1JSY/ER , OMIT IT BUT KINIJLY COMPLETE THE REMAINING QUEST I OHS APD RETURN 
THE FORM . 

UHLTSS E>H LiCITLY STATED OLSRWISE, /U. QUECTICUS CONCERN ir^H-SUPE^SOUY 
PROFESS I O’ ;AI« PnPSOlvHEL (i.c., engineers, scientists, and others possessing 

at least a bachelor’s degree in a tecluiical field). 



Approximate 

Approximate 



total number of employees (all classifications) 
number of non- supervisory professional employees 



Dec. 
Dec . 



31, 



* 1 , 



1354 

1954 



Resignation rate for 



entire company; 



1555; 
1 354 : 



per employees 

:,cr employees 



Resignation rate for non- supervisory rroisssional employees; 

1953; per employees 

1354: per employees 

What is the average base s tart in; rate y r ou pay graduates vith (technical; 
bachelor’s degrees but without eoit.ermiMe experience? (include any Cost of 
Living al l ov/ance . , per 



What is the basic v;ori. wee): for non-sur ervisory professional employees? 

in days in hours 

7/hat is your paid-vacation policy for 

Years With Company: C- I 1 -b 

He . of Yjeehs 1 ~ 



non- nupe nr i s cr y pro f e s s i onal employe e s ? 
J2-5_ 1- 1 C 1C-15 _ 15 - o ver 



How many paid-holidays do these employees receive each year? days 

Do you have a professional development program within your company which provides 
these non-supervisory professional em Yoyoes v.-ith pertinent information concern- 
ing technical developments v/ithin their specialties? YES HO 

Comment; 



a. Do you participate with a university in a study program which enables these 

employees to obtain advanced degrees? YES HO 

b. If YES, does your company pay or refund any tuition costs? YES ITO 

Comment: 



What is the approximate number of non-supervisory professional employees who 
report to on o supervisor? i.dninun Average Maximum 

For non- supervisory professional employees to be most efficient, now j . any, in 
general, should wori in the same room (Approximate; Optimum number 

(Approximate; Maximum number 

Are daily times when non-supervisory professional employees report at and depart 
from the plant formally recorded? Y TS HO 



Co 



to J3c_ By i n. r t i ci p o_l i iv Companies 



j;0TE: 1. IF A SPECIFIC QCESriC!! DSLS >10 T APPLY r it YOU!: SITUA? iX , OK IS IIICOPToPIEP 

TO AKSY/ER, GMIT IT BUT KIKDLY C01TLFYE THE REMAINING QUESTIONS A' ; D PJXIdl 
THE FCRLL 

2. tjulESS K-JLtCITLY STATED OLiHkkISE, ALL QUESTIONS COKCEKN N^N-SUPEKIASOKY 
PROFESS IONAL PnFSQKU EL (i.c., engineers, scientists, and o thcr" Tp o s s e s si ri£ 

at least a bachelor's degree in a tecluiical field;. 



1. Approximate total number of employees (all classifications) Dec, 31, 1354 

2 . Approximate number of non- supervisory professional employees Dec. 31, 1554 

o. Resignation rate for entire colony; 1553: per employees 

1554: per employees 

Resignation rate for non- supervisory : rofessional employees; 

1553: per employees 

1554: per employees 



5 , iVhat is the average base starting rate you pay graduates with (technical; 
bachelor's degrees but without coia..ensihie experience? (Include any Cost of 
Living allowance . , rer 



6. 7/hat is the basic workweek for non-sur ervisory professional employees? 



in days 



m hours 



7. Vfnat is your paid-vacation policy for r.on- supervisory professional employees' 

Years Ysith company: C-! }-k 2-5 l -10 1C-15 15 Y over 

No. of Aeeks : : ■ • : T 



8. Hot/ many paid-holidays do these employes receive each year? days 

9. Do you have a professional development program within your company which provides 

these non- supervisory professional employees with pertinent information concern- 
ing technical developments within their specialties? YES 110 

Comment : 



0. a. Do you participate with a university in a study program which enables these 

employees to obtain advanced degrees? YES HO 

b* If YES , does your company pay or refund any tuition costs? YES HO 

Comment : 



1. What is the approximate number of non-supervisory professional employees who 

report to one supervisor? Linimun Average Maximum 

2. For non- supervisory professional employees to be most efficient, how many, Jui 
general, should work in the same room. ^Approximate ) Optimum number 

^ Approximate ; Maximum number 

3. Are daily tires when non-supervisory professional employees report at and depart 

from the plant formally recorded? x *JS MO 



K. 
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a. Are coffee troax.s for these employees customary? YES pq 

Ii i~*b, arc they allcvea 2 once/ nay for 10 j dilutes unrestricted 

tvrico/doy for 00 ninutec 

lv • & youl non- supervisory professional employees 1 jobs covered by foriial job 

evaluation plans? YS S NO 

11. Are there establ ished mox/min salary ran es for each classification? YES 1*0 

17. Arc reviews of these jos evaluations scheduled for at least ever ^ : 

6 months 1 months 

___ 12 months when necessary 

It. Are these non-supervi sory professional employees covered by a formal individual 
merit or performance rating system? Yho 1.0 

1 . Are reviews of these ratin s scheduled for at least everv; 

%/ 

t> months 1' months 

12 months v/hen necessary 

•Y. Hou uo you think your non- supervisory rroff ssional envloyccs feel about your job 
evaluation and merit rating s v tors? 



very satisfied 



satisfied 



dissatisfied 



21. In your company, arc most j.<bs and : reduction vorkers covered by: 

a. formal job evaluations YDS I.’O 

b. fcrrnl merit ratings YI.S 



ik* 



Comments for 15 tlru 21s 



22 . 



Her* are your exempt non-r,u ervisor 

overtime? Financial 

Time off 

Supper Money daily 

1 :0 Comoensati on 
Other Means 

Comment : 



professional employees conpensaLed for 
basis 
. 'll 3 * s 

oasis 

Basis 

basis 



Are your 
in any: 



Comnent : 



exempt non-supervisory professional employees eligible to participate 

FT bonus flat* hori : ct.j.iio ^ othmn " 

b . Manner of Compensation 

c. Approximate average supplemental incone from these plans received 

by these employees in 1954: 



Compared with your non-professional em^loyeos, how much personal freedom on 
the job do your non- supervisory professional employees enjoy? 

considerably more the same somewhat less 



50 



25. ’.That provisions cic you have for sic 1 1 orvc pay for non- super vi so ry professional 
employees 7 
Tenure 



Length of leave (v.d tn pay) - 
Rato of pay 




26. a. Are financial incentives provided for developments by these individuals 
which result in the obtaining of patents by the company? YES NO 

b. If YES, type of incentive or compensation 

c. Does the individual retain any patont rights? YES * NO 

Consent: 



27. a. Are these non- supervisory : rofessional employees eligible for participation 

in a pension plan? YES Nu 

1. No they contribute to this plan? ~ YES i.C 

c* Is retirement under th i s plan a function of: *~age only 

tenure only 

both age and tenure 

Comment : 



28. Approximately v/hat percentage of your "average" non- supervisory professional 

employee’s tine is spent in non-engine^ ring or seni-technical work? % 

Comment: 



29. Concerning your non- supervisory professional employees: 

a. have they ever participates in a NJ.RB supervised election to designate 

a collective bargaining roj rc senta ti\ e? NO YES , ViKEII 

b. Do they new have an KLRR- certified collective bargaining representative? 

NO YES 

Comment: 



LVl ADDITIONAL COLCJiNTS : 



"AIL FUTURE CORTES PON DEN CD TO: 

CCiiPAUY : 



ADDRESS 



01 



nop-supervisory professional employees 

WE FEED YOUR HELP 



In order to make a position more satisfying, it is first necessary 
to identify those elements whl ch detract from tills job satisfaction. 
V,e are conducting a nati or-v/ich study of how professional employees 
feel toward the various aspects of their jobs and toward their 
profess! ons . 

1. Do not si gn. V< f e have nc need nor esire to identify you. ho 
one from your company will see learn your an avers . 

i. Your frarJc opinion is desir^a. T lease don’t fall, over the ques- 
tions with other ernpl o^es — just tell what you think. Choose 
the answer that best describes your opinion or situation. If 
you prefer not to answer a particular question, omit it, but 
pleaso complete and mil the fern. 

3. If you prefer not to ccmpie tc the form, kindly staple it (with 
the return address eic^osed) and mail it so that we can send it 
to someone else in your representative group. 



Ralph E. Balyeat 

Supervisor of Industrial Relations Courses, 
I nd us tr i a 1 En 0 i ne e r i ng hepar t men t 
Pvt due ini vers i ty 



‘STAMP V* ILL* 
*?>B PLACED 



Professor nalph E. Balyeat 
Supervisor of Industrial Relations 
Industrial Engineering Department 
Purdue iniver s ity 
Laf aye tie , Indiana 
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Courses 
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:;o; . -sbpsnv ; 3 3: . ;; fr 2. k 2 s .. ai l\ xl . yll; 5 3 V 2 Y 

2. Yea^-s with conpany fi r *uro 
Year of 'radua* ion '’igrust decree received Figure 2 



1. Company: 



How good a job is be inf done in explainin' to you what your conpany* a 
oolicies are and tie reason for then? 



17 , quite -cod 47, - fairly good 



ICp not very good 



I find ny work: 

2 quite dull 



47/1 fairly iut. resting _E1/ very interesting 



Considering ray main personal wori abilities, I feel my job: 

__27_ uses most of the:.. C y, . i-s**s s o.'io of them 2/ fails to use then 

The place where I do ny work: 

fcCy : s well laid ou; for tire work I do 
5b coijd be improved somewhat 

26;V is roorlv arranged or crowded for what i hav ^ to do 



you feel ycur company's revisions for keeping you abreast of technical 
developments ir: your specialty are: 

11,, more than adequate 56 , > adequate 55/ i inadequate 

Corxient : 



10 . 



bo you feel you yet the right kind of training, apart from experience on the 
job, to help you do tuc best work? 

20 ' I get enough training 



no „ 



1 yet so e training 



11 . 



12 



13, 



57 I get little or no training 

ow do you feel about this conpany as a .lace so work? 

27^ About the sane as most places 
Tp™ better than rest places 
5. . ot as good as most places 

If you were offered a position, similar to ycur present one, at the sane pay, 
with another conpany in this area, would you accept it? 

6/ Yes 74, Ho 20; ■ mdeeiaed 

If a friend asked you about securing a position with this company, which of 
the foil caving would you he inclined to do: 

51/; I would encourage it 
■“7™ I would discourage it 

42, I would neither encourage nor discourage it 



14. 



15 . 



ho you believe your supervisor knows whether you are doing good v.-ork or net? 

7- Knows very little about whether my work is wood or not 
2C ^ : as some idea 

67/~ was a reasonably good idea 

Approximately what percent of your time is devoted to non-prof essional (non- 
engineering and semi '-technical ) work? Tab le 1 0 % 



r \ 
^ o 



16. lion many employees work in the sons rjo.ii v.i th you? figure ^ 



17* regarding the foil arcing i tr .»s , do you consi'cr your company’s policy as ii 



affects you, to be: 
very satisfactory 
•r . Vacations 



. satis factor 



L. time C r upensation 1 

c . . onsi on Man 



.» • 1 c r Lea\ e ray ...a............ i 

e. Job bveluat’on i 

x . Liorit or ; rformaacs ..ati ng ... l 

g. onuses i 

h. Coffee or calcs 1 

i. Individual Recognition 

j. Job Status 1 

L. Training 1 

1 . Promotions 1 



3 . unsatisfactory , con ceruin : 
O' J . 5 5 g. o » 1 2* 

‘To ~ 2."TT~ 



Cj ~ 

2 . O ■' 



4j9_ 

7 

~T 

J34 

11* 



g 

Y 



2.J53 

o.jkT 

•; V 

o . «y 

s.jsjr 

2._a e/ 

2._£7 
2. £3" 
2. 58' 



3 . 28 
3 .~1~ 



o • o 5 



3 . 36 
3 . jY 
5 . 40" 

o » 1 



o • • * w 

7 7~ 



Comments : 



i ° 

J. V. • 



13. 



2C * 



bith respect to his te clinical kj pvfLedge, 1 feel rev immediate supervisor is 

47 ^ extremely capable 5::/ pood enough for the job 21/ lacking in some essentials 

Mth respect to his ability to ; et the most out of a v/orl: group, I feel my 
immediate supervisor is: 

52/ lacMn in come essentials 59/ good enough for the job 23/ cntremely ca cable 

I consider the number of ;eo_ lc r oporting to ny i: mediate superior to be: 

13, too many 74,. about right 3 1 too few 



21* I feel that tne company’s practice in accounting for ny time on the job is: 
3G very reasonable iC reasonable G “• unreasonable 



23. 



24. 



or 

ov • 



26. 



During your employment , do you feel that in oneral, your prestige as a 
professional employee in this company has: 

49;: increased 41 re, aineu essentially the save 10/ lecreas ea 

In comparison to other companies do you feel your personal freedom on the 
job is: 9 1 less 46 ' about the sane 45/ greater 

If the financial rer ■uneration v;ere the sane, would you prefer promotions into 
positions requiring, primarily: 42, administrative v/ork 58/ technical work 

ifnat tv. o thin s do you like "M6T about ycur job? 

a. See fable 12 

b. ~ ~~ " 



V.liat tv/c things do you like LIdAST ah cut your job? 
a. oee fable 14 



27. Vfnat is your present am uni salary': ^Include any cost of living allowance.) 

34V under v4,000. 15/ v t-/,999. 1,- *10-11 ,999 

v:12,j 00 an l over 



47; M-5,999. 



3/ cb-. ,999 
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28 . 
25 . 
20 . 

31. 

7 o 

C- — • 

33 . 

34 . 

35. 
56 • 

37 . 

58. 

59. 

40. 

Any 



what do you feel your basic work Tree A should be V 5 in ays 40 in hours 
Of how .Many roiessional societies are you a member? ( -32/; 1-42/; 2-20 ;/~C/ 



how sati sfied are you with the credit you receive fro?' 1 , your supervisor when 
you do a "cood job? J51, ^completely 52 , fairly _rr/ not at all 

Do you third: your supervisor tries to be fair and impartial to each employee 
(for example, in assigning work, ranting requests, retting each to do* his 
share, etc.)? lb, . sometimes 45/ usually 57 ' always 

how often does your supervisor discuss your job performance with you? 

40/ ) often enough 46/ seldom or never 14/ only when something roes wrong 

Do you feel free to approach and talk to your immediate supervisor about 
your promotion possibilities? 43;_ always 5o> usually 19/ rarely or never 



Do you fee I that the man- . ; ement of your company, down to and including yo ur 
immediate supervisor, delegates enough responsibility and authority to ret 
the best results fro::; its employees? 31/> Y ES 51/ 1:0 18/ Don’t Know 

Comment : 



Are you given a clan-re 
which fall within your 
G2,l most of The time 



to offer your idt-as when decisions are to be made 
j ob r e s ;> ons 1 b :1 1 i ty ? 

52/ sor. e times 6/> seldom or never 



Considering my present job: 

9/ I do not like it and I would prefer something else 
59) *~ All things co nsi derec , I like it fairly well 
32p~ I like it \ery well 



For the most part, my fellow 'workers in my 
helpful 12/ fairly friendly and nelpful 



group are: 06% very friendly and 

2/ indifferent to ire 



Will your supervisor Vo wo bat" for you when he should? 

9/ rarely 37 sometimes 64/ ' almost always 

that three things do you lool: for most ir a hi- her level job? Dumber in 
order of importance to you: 3. See Figure 9 

a. Having more security b. Tr aving more authority 

c. D ci ng closer to the higher-ups having more independence 

o. having more feel in;, that people appreciate my work 

f. Having a chance to do more responsible work 

g. . eceiving more pay 

h. bore opportunity to a; ly my training raid Imnov-hovr 

-. Other (identify) 



hhiek one of the followin, ar:as best describes your work? 

50; Design / ^ industrial vEn.m; 11 ; Production 

8 ]T 'search 33, : ovel oument 10, o Test/ ^valuation 



additional comments 
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APPEAL' DC 5 



V.T 1 ITE-IN COI ES 
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Question 9 



Question 17 



Question 34 



:, Aiei tional ” 



COMPANY 1 



No attempt is made to inform one of new literature of 
interest nor time provided for personal investigation. 

All information received is through personal investigation. 



Would like to see the company have a better policy of 
informing the employees just who t is going on. Sometimes 
there seems to be lack of coordination between groups. 

The problem of individual recognition is perhaps the most 
important. A strict "chain of command system” is used 
where eacn level presents a good idea as its own. 



It seems responsibili ty is delegated but no authority to 
go with it. 

Sometimes feel the apparent lack of cooperation between 
groups, etc , 9 at times, hinders the best results from 
eiiiployees . 



Company leans over backward to hire outside personnel and 
loses :,iany good engineers with 2 to 10 years service thru 
lack of poor salary promotion lan. 

It should be obvious that I rate my immediate supervisor 
quite high, but I have no confidence in the various levels 
of supervision above him in regard to their intelligence 
(in some cases), decisiveness or drive. 

I an firmly convinced that the assignment of only profes- 
sional level engineering work to engineers would greatly 
alleviate the present so-called shortage, raise the 
individual worth, and subsequently, increase the indi- 
vidual remunerative compensation of engineers. 

I feel that too many technically unqualified men (although 
having experience) are advanced to technical supervisory 
capacities, and maintain their positions by hiding behind 
the complexities of the problems rather than directing 
the way to solutions. 



Question 17 



question 34 



“Additional” 
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CuLiPAKY 2 



This company has the knack of losing track of its people 
except ;vhen southing goes wrong. 

Most of the 3 ? s above are a result of poor training 
programs for the future good of the company. 

promotions and pay (merit and base increases) are not 
in accordance with education and merits. 



Too much faith in Sdis onion ideas from brass. 

This coupled with poor training program causes a great 
deal of dissatisfaction. 

Insuificient delegation of authority. 

General feeling of passing the buck when new problems 
ar ise--afraid to take on unauthorized responsibility by 
lower echelons. 

Usually the man on the job is not found at the conference 
table where policy and other decisions regarding the work 
are made. 



The company is not progressive enough. 

I would ccr.sit er this company above average in fringe 
bene fils as a result of a strong union among hourly 
personnel. In all other respects the company is operating 
100 years in the past as regards administration, job 
training, etc. 

Our management, } owever , seems able to make decisions only 
when someone outside the organization concurs in overall 
conclusions. They do rot appear to be v/llling to "dig 11 to 
evaluate for themselves the worth of a research finding. 
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COLlr'AirY 3-0 (A Division of Company 3) 

Ques tion j) You must search out your own info relation. 

They do not five you time to keep up y/ith technical 
information. 

Little of tl is provided. he must dig it out on our own. 

provisions made for v;rong people. 

Only tela things wren they have to tell me. 

Little or nothin.- is done unless encouragement of graduate 
v.-q rk is considered part of this. 



questio n 17 Jot evaluation ana merit ratir^j methods unknown- - on 1 y 
results knov.T. . 

Summiim it all, the company does the test they can do. 
Promotions usually unfair. 

Cn ,? g n some form of profit-sharing would be good incentive. 
No policy on Coffee Treats; sore take then, some don’t. 
Should be some policy. 

A groat deal due to an unsatisfactory union — hard to 
"know* the boss because union "between" us. 

Too rauch emphasis is pit ced on seniority when promotions 
are made. 

Should not be necessary to ask supervisor for raise. 

Haises should be a u tom tic if justified by performance 
and show of initiative. 

Ability to do your work well plus ability to jet along 
well with others a; parent! y goes unrewarded here. 

Question 31 M r idiculous ,r 



Question 26 Pressure from high management to join social end external 
associations . 

Company has let Engineers drift into a labor union, and 
apparently is satisfied with this situation. 



Ques tion 3j£ 
Question 33 
Question 34 



"Additional " 



high level rnna^emcn t does not always Lack up talk about 
professionalism, for Engineers, with action. 

Low prestige of L'epar trent . 

Employees are super l icial ly friendly but basically hostile. 

the engineer is the final goat for any problem that doesn’t 
fall within the system, whether it is his province or not. 

only once a year when required to do so. 

but it doesn’t do any good --it stops right there. 

Individuals have responsibility but not authority. 

11a ny supervisors do not delegate authority. 

Responsibilities and authority are not too well defined. 

no logical system of delegating responsibility to non- 
superviscry personnel ♦ 

2dy boss* toss runs the show and my immediate boss is 
overruled too much, etc. 

Non Engineer supervises Engineering group. 

Too mny things are done by decree. 

Usually, the second level of supervision holds back 
unnecessarily. 



In a company the size of , it f s very easy for a 

person t be pigeon-holed on a jot. his real value may 
ntver becane known if be is not the aggressive type. 

by biggest ripe is too rany chiefs, not enough indians. 
Like many large companies v:e liave so much* incompetent 
brass and too few high, caliber ..erking engineers. 

Employee should be approached and asked if he would like 
a specific promotion not just announce it. Conversely, 
if employee does not get a promotion he is in line for, 
he should be uolci why. 



GO 



Present management is deteriorating Engineering 
employees are losing confidence in, and respect for, 
top management. 

I cannot see how 9 (go of Engineers can be considered 
"Professionals” when our salaries--ocnsequerrtly our 
standard of living --arc a s;,n. 1 1 step above salaries or 
wages of pers.ns v;ith no forrnl train!, g. 

Present policy cf restricting promotion to supervisory 
positions to young sen is discouraging to older men* All 
non- supervisory engineers are titled "Design Engineers.” 
Some other designation at higher levels would help in 
dealing with outsiders. 

YVhy was the union an^ non-union question not put in this 
questiounai re? That typo data could be a real help to 
manage rent as well as the worker. 

Don't under-rate 38 above, the man over nry immediate toss 
won’t delegate authority 10 my boss and does not hesitate 
to criticize hiu in front of workers, lay boss is relegated 
to a weak position of little respect and can't go to bat 
for us. 

This is a large corporation with very good General Policies 
but technical people are not given proper consideration in 
the factory organization. 

I believe the company treats professional employees fairly 
well . 

I hope that professionalism comes to Engineering soon. I 
know Doctors { 1') just cut of school that get h25 per 
mo n tli plus room and hoard, but appear quite happy with 
their lot due ix> the professional status they enjoy. 
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Question V 



Question 1? 



Question 26 



Question 30 



Question 34 



r, Acdi tional ” 



COi-PAiri* 2-1 (A Division of Company 3) 

This Division supports Technical Societies (IFS, AIEE) 
out does riot encourage engineers ? participation. 



I feel I should be asked what my personal goals are, and 
advised how they fit in with company opportunities and 
plans. 

Generally, Company policy on pay anu merit rating is kept 
too secret. 

Individual recognition based on prejudiced management 
opinions. 

Personally feel employ e who e;q ects pay for overtime has 
no right to call himself "professional • " 



Petty, underhanded methods used by some older co-work ers, 
to discredit and embarrass. 

having rigorous starting and quitting hours. 

Company policy of "no unions among engineers." 



There seems to be a fear that if you compliment an 
engineer he rill immediately ask for more pay: There- 

fore HO PRAISE. 



Production comes ahead of all things. 

In policy - yes. In practice - not always. 

For a c ror; of people (Engineers) who control company 
quality and future position, we have very little plant- 
wide authority. 

Regarding 26b, merit ratings are satisfactory , but not 
followed by increases most of time. 

This questionnaire is invaluable if it helps management 
determine how test to handle professional employees. 



I feel that there is little opportunity for advancement; 
that the work does not utilize my capabilities; that after 
a few years when you arc stuck on the job there will be 
even less pay than now. At the present rate I expect to 
leave soon--unlecs this survey helps to improve conditions* 

I worked in department for two years, did my best 

but could not hit it off with mv supervisor. I feel more 
useful in my present job. Happy when wanted. 

In this organization a college degree is not required for 
the title of Engineer. Indeed, the majority of Engineers 
- Section Engineers - r - Engineering Supervisors, etc., do 
no J have a degree of any kind, hence contributing to 
lack of professional ism. 

Poor choice of Supervisor often leads to preferential 
treatment in favor of his s} ecialty and lack of under- 
standing of others * problems. 

1 fine there is a lack of ’‘hustle" among engineers be- 
cause of lack of incentive (mainly money and authority). 

I think more regard for the employee as a man instead of 
a commodity would increase productivity tremendously. 

V<e could work all night but if we report 3 minutes late 
eyebrow's are raised and rrov/ns appecr. 

he liave 1 coke machine for 5000 employees. 

Our departmental pay level is kept well below that of 
other departments doin b roughly equivalent (but different) 
work . 



Supervisors "knock" additional education for higher de- 
grees; company’s policy is ail for additional education. 



COI.PANY 4 



Question 15 
Que stion 1? 

Question 2G 

Question 34 



‘'Additional" 



This is main Gripe. (Percentage of non-professioral work 

This company docs very little for its engineers unless 
forced to, as a result of an Engineers’ Union. 

Management’s refusal to supply extra conveniences for 
v;orkers in immediate area. 



Work with "Group Leader" system - poor group leader ruins 
it. 

There is a huge disparity between the theory of organiza- 
tion (as shown on our organization charts) and the actual 
realities of organi zati on. 

Engineers* decisions are not absolute in many cases where 
they should be. 

lly immediate supervisor is excellent. It is company 
policy toward Engineers over which he has no control 
which dissatisfies me mostly. 

Like work and Company and pay. Pislike clerical details, 
lack of advancement chances and over-organization. 

Some higher supeivisors too aloof and overbearing. 
Employees in certain service depts., too independent and 
uncooperative. Inadequate setup for raking laboratory 
and test equipment available as needed. 

Upper level engineers’ salaries are crowded too close to 
starting salaries. 

I realize the futility of continuing in the engineering 
field and am currently attending school to enter another 
profession. 

Promotions seen to be made purely on technical ability - 
thus, supervisory personnel have little administrative 
ability . 
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Question 9 



Question 17 



"Additional 11 



Question 9 



Question 17 



Question 34 



"Additional 1 * 



COlZPAJff 



They have no interest in professional societies * meetings, 
engineering licenses, etc. 



Sick leave pay policy is secret, and presumably variable 
according to person involved# 



Sales and Manulac turing Departmen ts have Vice-President 
as heads. Personnel has thinly disguised distaste for 
young engineers. It all adds up to a poor set-up tech- 
nically and norale-wise for engineers since the depart- 
ment has no "rank" with which to defend itself# 



Cd.iPAdlY 6 



There is no effort by the company tc insure that the 
engineer "learns" more than he "forgets." 

I know nothing about Job Evaluation, Merit Rating, or 
Individual Recognition policy. It soens tc be policy 
that this information is not for employees. 

Company spends greatest effort in promoting job security* 

Supervisor never comments on gmy) work. 



Delegates responsibility but won’t accept decisions. 
I belit-ve this to be the most serious fault* 



7 5;b of work is routine that could be handled by a non- 
professional . However, policy is to hire only professional 
employees for these jobs, and • ach has most of Lis time 
consumed by work not commensurate with his ability. 
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question 9 



Question 17 



Question 26 



Question 34 



"Additional " 



"Additional" 



CO' rA.Y 7 



The evera, e (type; company lias little or no conception of 
or appreciation for engineering. 



2xeept for pay scale, I feel the company's policy toward 
its employees is very- good. 



Having to yield to relations of the top brass. 



COMPANY 8 



There is a complete feeling of hand feeding by "shaky" 
hands. 

Too nany "empire" builders. 

Too much "passing the buck" and not enough "sticking 
your neck out." 

Practically every problem is carried to the next-to-the- 
top. 



I consider this job only as a means to enter the teaching 
profession. It is a satisfactory job, but would never do 
as a career. 

Initiative nil; if it hasn't been done before, it probably 
won't be son? . 



COL JAN Y 9 

'Management must face up to tho responsibility of accepting 
engineers as professional employeos, and treating and 
paving then, accordingly, or be confronted with unions which 
we" definitely don't want but which might appear from 
necessity. 



APPENDIX C 



CHI-SQUARE 



SAMPLE CALCULATION 
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c»:i-s*.i:ark saitll calci'uti 



question 10. Do you feel you get the right kind of training apart 
from experience on the job, to help you do the beet 
work? 

Responses: 1. I get enough training 

2. I get some training 

3, I get little or no training 

Frequency Response: 

RESPONSES 



12 3 





V f ij 


F. / f, , 
ij ij 


Totals 


Company 3 
All others 
Totals 


51 / < 53) 117/(115) 
42/(40) 83/(85) 
93 200 


101 /( 100 ) 

74/(75) 

175 


269 

199 

468 


X 2 


■ h (F u- f i/ 

f ij 








- (51-53) 2 - X42r4Ql 2 
53 40 


♦ (117-115) 2 

115 






♦ (83-85 ) 2 ♦ (101-100) 2 + ( 74-75 ) 2 

85 100 75 






■ X/.95, a„) 


- 5.99 





Therefore, at the 5$ significance level there is insufficient 
evidence to reject the hypothesis that the responses to this 
question are independent of employment in Company 3 or the 
group representing all other participating companies. 



F. 

ij 



= actual frequencies 



f. . 
ij 



theoretical frequencies 



T(i 6S i $ 
0587 



O’Rourke 334.41 

Personnel practices and 
the concepts of profes- > 
sional employees . > 
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I Thesis 

I 0587 O’Rourke 

Personnel practices and the 
concepts of professional 
employees. 




